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Abstract 
 
Achieving and maintaining employment is one of the largest obstacles that adults with 
Autism Spectrum Disorder (ASD) face, as employment rates of individuals with ASD are lower 
than any other group with a disability (Levy & Perry, 2011). Adolescents and adults with ASD 
face difficulties with organization, social skills and emotion regulation, impeding job 
performance. Recently, numerous interventions have been developed in attempt to address such 
impairments with this population, yet professionals have no mechanism to assess these deficits 
nor to evaluate the efficacy of such interventions. The Job Skills Assessment Profile (JSAP) is an 
assessment battery designed to assess employment skills in the domains of social skills, 
organization and emotion regulation in young adults with high-functioning ASD. The goal of the 
JSAP is to assist in measuring the efficacy of vocational interventions and to evaluate an 
individual’s strengths and weaknesses in these domains within an employment context. The 
present paper provides a preliminary report of the assessment’s psychometric properties, 
including test-retest reliability, congruent validity, internal consistency and sensitivity to 
treatment effects. To conduct this study, 17 high school students with high-functioning ASD 
were recruited and assessed at two time points over a ten-week period. The JSAP was 
administered with participants and caregiver-report construct measures were collected before and 
after the 10-week period. Analyses revealed that the instrument possessed inadequate test-retest 
reliability, acceptable internal consistency, acceptable-adequate convergent validity and trends of 
adequate sensitivity to treatment effects. Results are interpreted cautiously due to limitations, but 
are taken into context for future measure development. Future directions of the instrument are 
discussed.   
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The Job Skills Assessment Profile: An Assessment of Employment Ability in Adolescents with 
High-Functioning Autism Spectrum Disorder 
As the prevalence of Autism Spectrum Disorder (ASD) has skyrocketed in the past 
decade, the poor prognosis of individuals with ASD has attracted great attention of researchers 
aiming to improve outcomes. Individuals with ASD not only face obstacles during childhood, 
but also have significant difficulty achieving independence as adults (Howlin, 2000). These 
challenges in adulthood are likely associated with an inability to sustain employment, as 
numerous studies have revealed poor employment outcomes in this population (Roux et al., 
2015; Hendricks, 2010). Employment rates of persons with ASD are lower than adults with other 
disabilities (Levy & Perry, 2011), and those with jobs are on average paid lower hourly wages 
than individuals with other developmental disabilities (Ballaban-Gil, Rapin, Tuchman, & 
Shinnar, 1996; Newman et al., 2011).  Literature suggests that the challenge of sustaining 
employment in adulthood is rooted in the difficult transition that these individuals face in moving 
from high school to the workforce or post-secondary education. A recent study by Shattuck and 
colleagues (2012) including 680 young adults with ASD revealed that over 50% of adolescents 
do not participate in paid work or post-secondary education in the first two years after graduating 
from high school. After 6 years, only one-third had participated in post-secondary education, and 
only half had some type of paid employment. Those who have ASD without an intellectual 
disability seem to be at an even greater disadvantage, as one large-scale study found that only 
18% of young adults with high-functioning ASD were receiving employment or vocational 
services, compared to 86% of those with both ASD and ID (Taylor & Seltzer, 2010).  This lack 
of services may make it more difficult for individuals without ID to transition into employment, 
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particularly because these individuals are more likely to pursue a career in the competitive 
workforce. 
These poor outcomes have drawn recognition that there is a great need to improve 
services for youths with high-functioning ASD assisting in the transition from high school to 
successful employment or post-secondary education. Research consensus has suggested that the 
functional impairments pertinent to ASD may underlie the poor transition, as these functional 
skills are imperative for success in the competitive workforce. Specifically, evidence has pointed 
to three areas that most prominently hinder employment ability in young adults with ASD. These 
are: 1) social skills difficulties, 2) impairments in executive functioning, and 3) poor emotion 
regulation. Deficits in these three areas not only characterize ASD but also are some of the 
diagnostic symptoms intrinsic to the disorder. Thus, it is not surprising that research has found 
these deficits to be major barriers in keeping adults with ASD from optimally performing in the 
workplace. 
Impairment in social/communication skills is perhaps the most pervasive feature of ASD 
that impedes work performance. These difficulties can be non-verbal, such as struggling to 
uphold social norms or failing to perceive social cues, or they can be verbal, such as speaking 
with an odd tone and language, or lacking the ability to recognize figures of speech (Higgins, 
Koch, Boughfman, & Vierstra, 2008). Social anxiety is also common in young adults with high-
functioning ASD, where individuals may prefer to withdraw from social interaction as much as 
possible, and subsequently can come off as hostile or rude during interactions (White, Kreiser, 
Pugliese, & Scarpa, 2012). In addition, deficits in these skills likely interfere with one’s ability to 
successfully work on teams and sufficiently communicate with their superiors about work-
related matters. Poor understanding of social norms may make it hard for these individuals to 
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abide by conduct standards, or to inhibit inappropriate social behaviors (Higgins et al., 2008). 
Such deficits make it difficult to achieve and maintain employment long term. 
 Likewise, deficits in executive functioning and organization skills are often seen in adults 
with high-functioning ASD. Literature has revealed that the most common executive functioning 
impairments include deficits in planning and flexibility (Hill, 2004), although difficulties with 
higher-order cognitive abilities, organizational strategies and problem solving are common as 
well (Wallace et al., 2016). Such traits translate to the workplace, causing difficulties in shifting 
routine, implementing organization strategies with given tasks, and completing tasks when faced 
with daily interruptions (Higgins et al., 2008).  These impairments can bring about a host of 
other challenges within more cognitively demanding careers, which may require individuals to 
multi-task or utilize complex problem solving skills.  
 Similarly, emotion regulation deficits impede on work performance of adults with high-
functioning ASD. Poor emotion modulation and reaction control is a common attribute in these 
individuals (Mazefsky et al., 2013), in which they may demonstrate anxiety regarding changes in 
environment, and may poorly inhibit aversive emotional reactions (Higgins et al., 2008). This 
may lead adults with high-functioning ASD to lash out at colleagues or superiors, or express 
anxiety over completing a given task in an overly rigid manner. This deficit is especially 
problematic because displaying visible upset just once or twice in the workplace can lead to 
termination.  
Thus, there is an overwhelming need to improve employment skills in these areas for 
young adults transitioning from high school to a career or post-secondary education. Pushes to 
improving transition interventions have been made both by the academic community and through 
government-funded initiatives (Hume, Loftin & Lantz, 2009). Despite these efforts, research 
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investigating evidence-based approaches to vocational interventions is limited (Shattuck et al., 
2012). In order to further promote this area of research, it is essential to examine how these 
deficits manifest in the workplace and how they can be better targeted for improvement. One 
important step in doing this is to establish measures to assess deficits in the areas of organization, 
social skills and emotion regulation within an employment context.  Assessment is a core 
component to perfecting any clinical treatment, as it is necessary to accurately evaluate the 
manifestation of problem behaviors, and helps to guide the development of evidence-based 
treatment. Utilizing an instrument to measure employment ability within these three areas on an 
individualized and global level would allow for the efficacy of evidence-based interventions to 
be assessed, and would enable interventions to be scaffolded to the weaknesses of the individual.  
Job Skills Assessment Profile 
The Job Skills Assessment Profile (JSAP) is an assessment battery designed to assess 
employment skills in the domains of social skills, organization and emotion regulation in young 
adults with high-functioning ASD. The JSAP serves two core purposes: a) to measure the 
efficacy of evidence-based interventions aimed at improving these skills needed for success in 
employment and post-secondary education, and b) to evaluate an individual’s strengths and 
weaknesses in these domains so that a treatment plan can be designed to target their deficits with 
greater precision.  
The first of these goals is crucial in determining what vocational intervention strategies 
are the most successful in improving behavioral deficits in youths with high-functioning ASD. 
Current methods used to study the efficacy of vocational interventions fail to measure the skills 
gained in response to treatment and poorly assess employment ability overall.  This shortcoming 
is due to the limited validated measures that directly assess employment skills as they pertain to 
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the deficits of individuals with ASD. Therefore, these studies evaluate outcomes through 
associated indicators. A systematic review of vocational interventions for youths with ASD 
identified five studies that attempted to evaluate the efficacy of such treatments (Taylor et. al, 
2012). Out of the five studies, four outcome variables were used to assess efficacy: cognitive 
functioning, quality of life, ASD symptoms and rate of employment. These measures 
inadequately estimate the actual efficacy of such interventions for several reasons. First, these 
outcomes may be linked with employment but have weak associations with the three areas of job 
impairment pertinent to individuals with ASD that are most often targeted in interventions. 
Extraneous factors can greatly influence such outcomes, and may inaccurately attribute measured 
changes to the intervention. On the opposing end, these outcome measures may not detect the 
changes that do occur in response to treatment. Because these variables do not directly 
correspond to the soft employment skills that are targeted in interventions, they lack sensitivity 
to recognize the improvements in these skills that may occur. Unlike prior instruments, the JSAP 
exclusively captures emotion regulation, social skills, and organizational deficits as they 
manifest in an employment setting, allowing for the impact of vocational interventions to be 
directly assessed.  
 Another fundamental purpose of the JSAP is for its application as a clinical instrument, in 
which an individualized treatment plan for improving employment skills is developed based on 
the information gathered in the assessment. The JSAP serves to assist the clinician in identifying 
specific problem areas of the client so that these deficits may be better targeted through 
intervention and training. Several reviews of the literature have emphasized the importance of 
tailoring vocational interventions to the needs of the individual (Hendricks, 2010; Muller, 
Schuler, Burton & Yates, 2003). Because of the wide spectrum of symptoms across individuals 
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with ASD, the occupational skill set of high-functioning youths with ASD is diverse and difficult 
to address through a single approach. Rather, it may be necessary to utilize a combination of 
approaches and interventions, depending on how behavioral deficits are characterized in the 
individual and how these may translate to job performance. Through administering the JSAP, it 
is possible to identify these maladaptive behaviors as they occur in the workplace, allowing these 
deficits to be easily mapped onto a plan for intervention.   
Assessment Framework  
Thus, the JSAP attempts to serve both a research and clinical purpose, and ultimately 
aims to merge these areas of practice to improve evidence-based vocational interventions for 
high-functioning youths with ASD. The framework of the JSAP was designed with two unique 
features in mind, so to best achieve its core purposes. First, the assessment evaluates job skills 
specifically as they pertain to the symptoms of ASD. Individuals with ASD are presented with a 
unique set of challenges that bring about certain areas of difficulty in the workplace, namely 
deficits in social skills organization and emotion regulation. The JSAP evaluates employment 
skills within these three areas as these deficits are directly tied to the manifestations of ASD. 
This approach increases the sensitivity of the instrument to detecting areas that need 
improvement. It also increases the responsiveness of the instrument to detecting changes 
produced by the intervention, because these areas are often targeted in skills training.  
Second, the JSAP assesses employment skills by observing the spontaneous behaviors 
that occur in a semi-structured employment simulation. The intention of this framework is to 
accurately measure the three areas of functioning as they manifest in the workplace environment, 
and to evaluate how the individual may naturally behave on the job. To develop the assessment, 
the JSAP was flexibly modeled after the Autism Diagnostic Observation Schedule (Lord et al., 
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1989)—the current gold standard measurement for diagnosing ASD. This instrument is utilized 
both in research and clinical settings and demonstrates excellent reliability and validity (Gotham 
et al., 2007; Gotham et al., 2008). Similar to the ADOS, the JSAP creates naturalistic situations 
or obstacles to elicit the individual’s adaptive response, demonstrating their ability in one or 
more of the three core areas. Because the situations seems to be occurring spontaneously, the 
response is likely to be a strong representation of how the individual may actually behave when 
in a work setting. However, these conditions are constructed in a controlled and standardized 
manner, allowing responsive behaviors to be reliably measured. These behaviors are then 
evaluated in a similar fashion as in the ADOS, both in regards to their quality, as well as if 
certain behaviors are present or absent. The intention of modeling the JSAP after the ADOS is to 
establish a behavioral assessment with sound psychometric properties, as the ADOS has 
demonstrated. The ADOS is also one of the most widely administered measures for this 
population both in research and in clinical practice, indicating that this theoretical methodology 
is effective in capturing the specific behaviors pertinent to ASD. By following this model, the 
JSAP may be easily disseminated to professionals, and may assist clinicians and researchers in 
adopting its complex but effective procedures for administration.  
Present Study 
The purpose of this study was to administer the JSAP to adolescents with high-
functioning ASD and to collect data to assess the validity and reliability of this measure. This 
paper reviews a basic description of the instrument and provides a preliminary report of the 
assessment’s psychometric properties, including test-retest reliability, convergent validity, and 
internal consistency, and sensitivity.  
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Description of the Instrument 
The overall aim of the JSAP is to measure behavioral employment skills (i.e., emotion 
regulation, organization, social skills) as they manifest in a naturalistic occupational setting. To 
do so, the JSAP constructs a simulated work environment with a supervisor and co-workers 
where the participants are instructed to complete 3 office tasks that may occur in different job 
settings (a data entry task, a paper organization task and an object inventory task). The 
supervisor directs the flow of the assessment, informing the participant when it is time for them 
to move on to the next job. Two co-workers also take part in and out of the assessment, 
interacting with the participant in a naturalistic fashion, as one may do with a work colleague.  
  Within each task, there are a number of “presses” that represent typical occurrences in 
the workplace that are used to specifically evaluate facets of emotion regulation, social skills and 
organization skills. The use of “presses” allow for the evaluation of skills in the three target areas 
specifically as they relate to performance on the job. This facilitates the direct observation of 
how individualized deficits pertinent to ASD may hinder work conduct. In order to develop the 
presses within the JSAP, we identified the specific behavioral employment skills within each 
target area that should be assessed.  
The skills assessed in the JSAP were chosen based on the most common obstacles that 
adolescents with high-functioning ASD face in the workplace, as suggested by research and 
clinical experience. Presses were then constructed to present these particular challenges as a part 
of the assessment. Thus, presses force the subject to demonstrate behavioral deficits or adaptive 
skills in that area of ability. Presses are either embedded within the task (such as a missing 
supply) or elicited by co-workers or the supervisor (such as giving corrective feedback) 
throughout the assessment. The co-workers and supervisor follow a detailed script of specifically 
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how to elicit presses. For example, when correcting a participant about his or her organization 
strategy, the supervisor uses the same correction for each participant. This consistency in script is 
important to establish standardization and allows for the comparison of behaviors across 
subjects. However, the intention of the script is to have the interaction appear spontaneous and 
naturally occurring. A description of the presses implemented in the JSAP are identified in Table 
1. Performance on each task is also evaluated, in regards to efficiency, accuracy, and 
organizational strategy used to complete the task. In addition, spontaneous behaviors 
independent of presses are assessed to produce global scores for visible upset, abnormal 
behaviors and time management.   
 During the assessment, the co-workers and supervisor record their observations and 
responses from the participant. Then a video of the assessment is used as the primary source for 
coding behaviors, with the previously recorded information used to confirm video observations 
or to score behaviors that are not adequately captured on video. General ratings for each targeted 
behavior is made on a 3-point ordinal scale from 0=no deficit in behavior, 1=mild deficit in 
behavior and 2=severe deficit in behavior. For a single item measuring global visible upset, the 
rating is on a 6-point scale as it is covering a wider range of behaviors. Each targeted behavior is 
scored on an item that is then used to compute one of three subscale scores in the areas of social 
skills, emotion regulation and organization. The classification of a “mild” or “severe” deficit was 
estimated by administering the JSAP with typically developing adolescents and observing 
behaviors as they occurred in normal development. Hence, the degree to which behaviors 
deviated from the behaviors of a normal sample designated the severity of that deficit. For 
example, one item assesses if the individual greets their supervisor at the start of the assessment. 
In this instance, a score of “2” is given if the participant “doesn’t initiate a greeting to the 
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supervisor. When the supervisor greets, he/she doesn’t provide an appropriate verbal response 
OR provides no response at all”, a score of 1 is given if he or she “doesn’t initiate a greeting with 
the supervisor. When supervisor greets, he/she provides an appropriate verbal response OR 
initiates a greeting with the supervisor but uses an inappropriate social overture/verbal response” 
while a score of “0” indicates that the participant “initiates a greeting with the supervisor using 
an appropriate social overture.” This item is an example of a behavior that represents ability in 
social skills and thus, is included in this subscale. Table 2 specifies which items are used to 
compute each subscale. Additionally, there is a rubric that further explains how each behavior 
may be scored by these terms in Appendix B. Total scores for each subscale are computed to 
determine the severity of impairment in their respective area, in which higher scores indicate 
greater impairment in that area of function in the workplace. Because each subscale does not 
consist of the same amount of items, each subscale varies in the range of possible scores. The 
Organization subscale consist of 10 items that may range in score from 0-30, the Social Skills 
subscale consists of 11 items in which possible scores range from 0-33, and the Emotion 
Regulation subscale consists of 6 items that may range in score from 0-21 (Visible Upset is 
computed on a 6 point scale, while all other items are computer on a 3 point scale).  
 There are three different assessment ‘sets’ of the JSAP that vary in task/press 
presentation, but are uniform in design and administration. The intention of having different 
assessment sets is to allow for subjects to be re-tested while minimizing the influence of practice 
effects. Because one of the primary purposes of the JSAP is a to measure intervention effects, it 
was essential to design different versions to maintain the naturalistic feel of the assessment when 
re-testing. Each assessment set contains the same presses and similar tasks, however there is 
variation in how the presses are executed, and the particular tasks that are carried out. Presses 
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also vary in the order that they are applied in each assessment set. An example script for an 
assessment set can be found in Appendix A.   
Methods 
 
Participants 
 
Participants for the study were recruited through two public high schools in the Wake 
County School System North Carolina. Autism Specialists at each school identified students with 
high-functioning ASD who were suitable for participation and informed their caregivers of the 
study. The research team was then notified of their interest and eligible participants were 
enrolled. In total, 17 students (15 male) between 14-19 years of age (M=16.87, SD=1.18) 
enrolled in the study. All participants had an Individualized Education Plan (IEP), were enrolled 
in regular education curriculum and were served under the ASD classification. For each 
participant, diagnosis was confirmed using the Autism Diagnostic Observation Schedule-Second 
Edition (ADOS-2). Participants all had average to above average intellectual ability based on 
scores from the Wechsler Abbreviated Scale of Intelligence-II (M=100.14, SD=1.18). 
Measures 
Participants and their caregivers were asked to complete a variety of scales and measures 
to assist in the evaluation of convergent validity of the Job Skills Assessment Profile. The 
following instruments were used during this study: 
1) The Job Skills Assessment Profile: The JSAP is a semi-structured behavioral assessment 
that immerses the participant in a variety of occupational contexts to observe behavioral 
employment deficits associated with Autism Spectrum Disorder. The assessment takes 
approximately 1 hour to administer.  
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2) Autism Diagnostic Observation Schedule Second Edition (ADOS-2) (Lord et al., 2012): 
The ADOS is a semi-structured, play-based assessment of social and communicative 
behaviors indicative of autism. Module 4 for verbally fluent adolescents and adults was 
administered to all participants. The ADOS-2 was administered by a trained researcher 
and required 45 minutes-1 hour to complete. 
3) Wechsler Abbreviated Scales of Intelligence-Second Edition (WASI-II) (Wechsler,	  D.,	  &	  Psychological	  Corporation,	  2011): This brief IQ screener provided an estimate of verbal 
and nonverbal abilities to ensure that participants had at least a 70 Full Scale IQ score. 
The WASI-II was administered by a trained researcher and required 30-45 minutes to 
complete. 
4) Social Responsiveness Scale-Second Edition (SRS-2) (Constantino, 2012): The SRS-2 is 
a 65-item questionnaire that assesses symptoms of ASD across the full range of severity. 
It was included to characterize ASD symptom severity providing descriptive data 
regarding participant characteristics that may predict performance on the JSAP. The SRS-
2 is made up of two primary subscales: the Social Communication and Interaction 
subscale and the Repetitive Behaviors Subscale.   
5) Behavior Rating Inventory of Executive Functioning (BRIEF) (Gioia, Isquith, Guy, & 
Kenworthy, 2000): the BRIEF is an 86-item questionnaire that measures executive 
functioning across a variety of domains, consisting of eight subscales that are used to 
calculate two broader indexes (Behavior Regulation and Metacognition) to form an 
overall score of Global Executive Functioning. Some of the subscales pertinent to this 
study include the BRIEF Initiate subscale, which measures the ability to begin activities 
and problem-solve during a task, the Organization of Materials subscale, which assesses 
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ability to put order in personal space, and the Monitor subscale, which captures ability to 
keep track of performance and check work. The Behavior Regulation Index assesses the 
ability to tolerate shift in environments and modulate emotions and behavior, while the 
Metacognition Index assesses the ability to self-manage tasks and monitor performance. 
This survey was completed by the parents of participants to evaluate elements of 
convergent validity.   
6) Becker Work Adjustment Profile (Becker, 1989): The Becker Work Adjustment Profile is 
a 63-item caregiver-report questionnaire that measures work habits, attitudes and skills of 
individuals with special needs. The Becker contains 4 subscales: Work Habits/Attitudes, 
Interpersonal Relations, Cognitive Skills and Work Performance Skills. Caregivers filled 
out the inventory to evaluate participants’ general work ability. 
Procedure 
The present study occurred in collaboration with a larger intervention study funded by 
Autism Speaks. Using a Service-as-Usual/Waitlist control design, 11 participants were assigned 
to a treatment group, in which they participated in an in-school program to teach skills necessary 
for success after graduating high school (e.g., emotion regulation skills, organization, social 
skills) for 10 weeks, while 6 participants received no additional in-school services beyond their 
standard IEP accommodations. Testing sessions took place both before (Time 1) and after the 
10-week period (Time 2). Prior to the implementation of the employment skills program, 
participants and their caregivers came into the research lab at the Chapel Hill TEACCH Autism 
Program for Time 1 testing. The first session typically lasted between 3-4 hours. In the initial 
session, the JSAP was the first assessment conducted after participants consented to the study. 
This was to ensure that the setting and co-workers and supervisor involved in the assessment 
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were novel to the participant, maximizing the realistic nature of the simulated workplace. Before 
the commencement of the study, participants were randomly assigned to one of three JSAP 
assessment set for both for Time 1 and Time 2 testing. Random assignment occurred so that 
assessment sets were balanced across the treatment group and non-treatment group, and so that 
no participant received the same assessment set in both sessions.   
Prior to beginning the assessment, a research assistant informed subjects that they were 
completing a few jobs for TEACCH and the research team to have an opportunity to learn more 
about their skills and their interest in various tasks. The researcher then escorted the participant 
to an office and instructed them to enter the room to meet their work supervisor, beginning the 
administration of the JSAP. The office consisted of two desks, each with a computer and an area 
to work. The area was accompanied by various materials to carry out the three tasks and to direct 
embedded presses. Further description regarding these materials for one of the assessment sets 
can be found in Appendix A. To carry out the assessment, three members of the TEACCH 
research team played the roles of 2 co-workers and a supervisor. Each individual administrating 
the assessment acted out their specific roles through scripted behaviors and interactions, adhering 
to the order and timing of situations as dictated by the script. The script detailing the order of 
presses and tasks for one of the JSAP assessments can be found in the Appendix A. All JSAP 
assessments were videotaped for scoring. Additionally, the co-workers and supervisor recorded 
their first-hand observations of behaviors, and responses to presses on a written form. While 
subjects were partaking in the JSAP assessment, parents were in a separate room filling out 
questionnaires regarding their child. The scales filled out by the parent included the BRIEF, 
SRS-2 and BECKER Adjustment Work Profile. After completion of the JSAP, the WASI-II was 
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administered, followed by the administration of the ADOS-2. Finally, participants were asked to 
fill out the self-report versions of the SCARED concluding the session at Time 1.  
During the next 10-weeks, participants in the treatment group engaged in 17 hour-long 
sessions at school occurring 1-2 times a week. At the end of the 10-week period, all 17 
participants returned to the lab for the Time 2 testing. During this session, researchers 
administered the JSAP following the same protocol as the earlier session. Similarly, during the 
administration of the JSAP, caregivers were asked to complete the BRIEF and Becker Work 
Adjustment Profile.  
Scoring. After completing Time 1 and Time 2 testing sessions for all participants, videos 
of the JSAP were compiled for coding. The coder of the videos was blind to knowing at what 
time point the assessment had occurred and whether the participant had received treatment or 
not. Videos were coded in a randomized order.  
Statistical Analyses  
Test-Retest Reliability was assessed with Pearson correlations for JSAP Organization scores, 
Social Skills scores and Emotion Regulation scores at Time 1 versus Time 2.  
Internal Consistency of items was assessed using Cronbach’s alpha statistic and inter-item 
correlations. This was done for items within each subscale, as well as for all items of the 
measure.  
Convergent Validity was analyzed through Pearson correlations of JSAP Organization, Social 
Skills and Emotion Regulation scores and their corresponding construct measures.  
Sensitivity to detect a treatment effect was analyzed through paired samples t-tests of the 
treatment and waitlist control groups, comparing Organization, Social Skills and Emotion 
Regulation scores between Time 1 and Time 2.  
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Results 
 
The Job Skills Assessment Profile was administered to 17 high-functioning adolescents 
with ASD at two time points, collecting individual item scores and subscale scores. Due to the 
objective of the study and analyses, only raw scores of each subscale were computed. Therefore 
raw scores varied in range depending on the number of items that made up each subscale.  A list 
of total items and the items used to compute each subscale can be found in Table 2. At Time 1, 
Organization scores averaged at 4.73 (SD=3.26) with a range of 1 to 13, Social Skill scores 
averaged at 7.09 (SD=3.73) with a range of 3 to 14, and Emotion Regulation scores averaged at 
2.82 (SD=2.40), with a range of 0 to 8.  
Test-Retest Reliability  
Test-retest reliability was examined by conducting Pearson correlations of subscale 
scores and total scores of Time 1 and Time 2 for all participants. The test-retest analyses 
demonstrated a 10-week test-retest reliability correlation coefficient of .48, (p=.05) for Total 
scores (summing all items) on the JSAP. The same analyses were done for each subscale, finding 
significant test-retest correlation coefficients for Organization (r(15)=p=.005), Emotion 
Regulation (r(15)=.61, p=.009), and Social Skills (r(15)=.52, p=.03). According to professional 
consensus, adequate test-retest reliability is generally defined by a correlation coefficient of .70 
or higher (Hunsley & Mash, 2008). However, results from this study should be interpreted 
cautiously against these guidelines, due to the inclusion of a treatment group in analyses. 
Treatment could increase the variability in scores among those receiving treatment, changing the 
measured relationship between Time 1 and Time 2.  
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Item Analysis and Internal Consistency  
To assess internal consistency, Cronbach’s alpha was calculated for subscale items as 
well as for all items scored in the JSAP for Time 1. Cronbach’s alpha for all JSAP items was .77. 
As identified in Table 3, there are a few items that were unrelated or were negatively related to 
the other items based on corrected item-total correlations. These items included: co-worker 
greeting, supervisor greeting, task accuracy on the paper task, task accuracy on the computer task 
and efficiency on the computer task. When excluding these items from the reliability analysis, 
Cronbach’s alpha increased to .83, falling within the .8-.9 adequate range for internal 
consistency. If including these items in analysis, internal consistency was within the .7-.8 
acceptable range. Reliability for each subscale followed a similar pattern. Table 4 shows the 
items for each subscale that when omitted from the analyses, resulted in higher alpha, increasing 
reliability. For the Organization subscale, Cronbach’s alpha was .72, but after removing the 
computer accuracy and efficiency items, as well as the paper accuracy item, alpha rose to .86, 
pushing internal consistency from acceptable to adequate. For Emotion Regulation, Cronbach’s 
alpha was .71 but increased to .81 after excluding the social disruption item, also moving internal 
consistency from acceptable to adequate. Lastly, Cronbach’s alpha for the Social Skills subscale 
was initially .73, but after removing asking for help behavior items, as well as the co-worker 
greeting item, alpha increased to .81, resulting in adequate internal consistency.   
Convergent Validity  
Convergent validity was examined by conducting Pearson correlations between JSAP 
subscale scores at Time 1 with scores on the BRIEF, SRS-2 and Becker Work Adjustment 
Profile. Table 5 shows the correlation coefficients and the significance levels for each 
correlation.   
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 Measures anticipated to correlate with the JSAP Organization subscale included several 
indexes on the BRIEF and the Becker Work Adjustment Profile. The BRIEF is designed to 
assess behavioral regulation and metacognition to produce an overall executive functioning 
score. Therefore, only subscales of metacognition were of interest when testing the convergent 
validity of Organization. Results revealed a strong relationship between JSAP Organization 
scores and BRIEF Initiate subscale scores (r=.56). No other significant correlations were found 
between Organization and other BRIEF subscales. Some subscales that were expected to 
correlate with JSAP Organization included the BRIEF Organization of Materials subscale, and 
the BRIEF Monitor subscale. Thus, it is worth noting that the Monitor subscale did reveal a non-
significant moderate correlation with Organization(r=.34). Similarly, no significant correlations 
were found with Becker Work Adjustment Profile, which included subscales of Work 
Performance and Cognitive Skills.  
In contrast to Organization, analyses affirmed that the JSAP Social Skills subscale was 
associated with most key construct measures, both on the BRIEF and the Becker Work 
Adjustment Profile. JSAP Social Skills scores were moderately related with Work Habits scores 
on the Becker(r=-.49), and were strongly correlated with Interpersonal Relations scores on the 
Becker(r=-.64). The Work Habits subscale contains measures of self-presentation, in terms of 
clothing, hygiene, appearance, and polite behaviors, and therefore, could indirectly be linked to 
increased sociality in individuals. Interpersonal Relations on the Becker measures the ability to 
cooperate, interact with, and be considerate of others, which directly corresponds to the targeted 
area measured by the JSAP Social Skills subscale. Therefore, a large correlation between these 
two measures suggests that the Social Skills subscale may be successful in accurately assessing 
an individual’s social ability in the workplace. However, there were some unexpected findings 
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with the Social Skills subscale as well. This subscale did not correlate with the Social 
Communication and Interaction subscale on the SRS-2 (r=.35), a measure of symptom severity 
that may be related to social ability. In addition, the Global Executive Functioning Index on the 
BRIEF was moderately correlated with JSAP Social Skills (r=.48), an unpredicted relation but a 
finding that could implicate an affiliation between these two areas of function.  
Lastly, analyses revealed that JSAP Emotion Regulation correlated significantly with 
targeted construct measures. Emotion Regulation was found to have a moderate relationship with 
Behavior Regulation on the BRIEF (r=.48) and a strong relationship with Repetitive Behaviors 
on the SRS-2 (r=.70). The BRIEF’s Behavior Regulation index closely aligns with the JSAP 
Emotion Regulation subscale, supporting that the Emotion Regulation scale may capture these 
behaviors as they appear to the caregivers in daily life. The Repetitive Behaviors subscale on the 
SRS-2 was an additional measure expected to correlate with Emotion Regulation scores on the 
JSAP.  The strong association found between these measures is consistent with the notion that 
pervasive repetitive behaviors are often an indication of high anxiety (Rodgers, Glod, Connolly, 
& McConachie, 2012). Emotion Regulation also moderately correlated with Social 
Communication and Interaction on the SRS-2 (r=.49), a finding that was unexpected.  
Sensitivity to Detect Treatment Effects 
To evaluate the sensitivity of the JSAP to detecting treatment effects, a paired t-test was 
conducted comparing pre and post-intervention JSAP scores of the treatment group (N=11). The 
same analysis was also performed for the non-treatment group (n=6), to examine whether 
practice effects, age effects or other factors may yield increased scores at Time 2.  Organization 
scores for the treatment group were significantly lower at post-intervention (M=5.82, SD= 3.43) 
compared to pre-intervention (M=3.41, SD=2.57), t (10)=3.41, p=.007, indicating that overall 
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organization ability exhibited in the JSAP significantly improved. The other subscales showed 
no significant differences between pre and post-intervention for the treatment group, although 
Emotion Regulation scores on average decreased between Time 1 (M=2.55,SD =2.29) and Time 
2 (M=1 SD =1.10), a finding that was nearly significant; t(10)=2.19, p=.053). On average Social 
Skills in the treatment group decreased from Time 1 (M=7.68,SD =3.42) to Time 2 (M=5.64 SD 
=4.34), but this change was not significant, t(10)=1.33, p=.212. For the non-treatment group, no 
significant differences were found between subscale scores at Time 1 and Time 2. Organization 
scores were on average .91 lower at Time 2 for this group (SD=2.71), t(5)=.83, p=.445, while 
emotion regulation scores on average increased by .06 (SD=1.90), t(5)=-.07, p=.946, and social 
skills scores on average decreased by 1.11 (SD=1.13), t(5)=2.41, p=.06). Due to low statistical 
power because of the small sample size, it would be premature to arrive at any definitive 
conclusions regarding these analyses. However, the data shows trends of the instrument 
adequately detecting treatment effects.  
 
Discussion 
 
The chief goal of this study was to develop and validate a behavioral assessment of 
employment soft skills in adolescents with high-functioning ASD. Reliability and validity of the 
JSAP were evaluated for the three subscales: Organization, Social Skills and Emotion 
Regulation. Although this study had several limitations, the JSAP demonstrated acceptable to 
adequate internal consistency, moderate to high convergent validity with construct measures, and 
showed preliminary evidence of being sensitive to detecting treatment effects.  
Test-retest reliability analyses revealed inadequate reliability.  The standard for test-retest 
correlations is that they should be .7 or greater. In this study test-retest correlations were .65 for 
Organization, .52 for Social Skills and .62 for Emotion Regulation. It is likely that intervention 
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effects shifted the scores of the treatment group from baseline and impacted overall test-retest 
reliability. Additionally, test-retest correlations were also possibly lower because participants 
completed different versions of the JSAP at test and retest. If sensitivity to detecting behavioral 
deficits varied across assessment sets, this would likely decrease test-retest correlations. 
Therefore, these results should be interpreted cautiously and further investigation should be used 
determine test-retest reliability of the JSAP. Optimally, test-retest reliability would only be 
evaluated for subjects that don’t undergo any type of treatment and where JSAP version is 
controlled for statistically. However, this was not possible in this study due to insufficient sample 
size.  
Internal Consistency 
 Internal consistency was found to be acceptable across JSAP subscales and total items. 
Individual item analysis revealed that certain items in each subscale were either weakly or 
inversely related to the other items in their group. After excluding these items from analyses 
internal consistency improved to be adequate for each subscale. The results from the item 
analysis provide insight into how certain items may capture a different skillset from the other 
items in the subscale, and items that should be excluded from analyses in the future. For 
example, items related to computer proficiency (i.e., computer efficiency and accuracy) were 
negatively related to other items on the Organization subscale likely because computer skills 
may be independent from assessing organization in other tasks. Additionally, accuracy on paper 
tasks was negatively related to other items. Unlike the computer task, activities with paper, such 
as filing or collating would not be anticipated to correspond with a separate skill set. Therefore, it 
is possible that the paper tasks lacked uniformity across different assessment sets, affecting 
predicted performance, or that the scoring of this item required better, more specific criteria.  
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Within the Social Skills subscale, all three ‘asking for help’ items showed weak 
relationships to the other items, implicating that this skill might be independent from other 
general social skills. Asking for help both requires the individual to recognize that they need help 
and to then take the initiative to alert somebody—a skillset that may lay outside the realm of 
other social abilities. Thus, asking for help may act as its own scoring subscale on the JSAP. The 
‘co-worker greeting’ item also displayed a weak relationship with other items on the Social 
Skills subscale. From the item analysis, it was evident that this item was likely unsuccessful in 
accurately detecting the ability of the subject to greet a co-worker likely due to inconsistency in 
administration as fidelity to this item was not established. Therefore, future studies should 
consider removing this item from analyses. 
On the Emotion Regulation subscale, only the ‘social disruption’ item was found to 
deviate from the others. Behaviors scored on this item consisted of a social component 
(providing an appropriate social response to a disruption) and an emotion regulation component 
(regulating an emotional reaction to a disruption), and therefore this item was included on both 
the Social Skills and Emotion Regulation subscale. However, reliability analyses demonstrated 
that this item was more strongly related to social skills than emotion regulation, suggesting that it 
should only be included on the Social Skills subscale. Implementing such changes in future 
studies may further improve the internal consistency of the JSAP.  
Convergent Validity 
 Results from convergent validity analyses of JSAP subscales yielded mixed findings. 
Convergent validity of the Organization subscale was the least supported, with the majority of 
targeted constructs producing non-significant correlations. Particularly, no relationship was 
found between the JSAP Organization scores and the BRIEF Monitor and Organization of 
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Materials subscales. Rather, analyses found that the Organization subscale was moderately 
correlated with the BRIEF Initiate subscale, suggesting that Organization on the JSAP may relate 
most closely to this area of executive functioning. After reviewing specific items on the BRIEF, 
it is hypothesized that this may reflect organization as it manifests in daily environments 
(tidiness of room, desire for order, goal setting) rather than on instructed tasks.  Future 
assessments of convergent validity are needed to evaluate the validity of the Organization 
subscale.  
 Both the Social Skills and Emotion Regulation subscales exhibited reasonable convergent 
validity in their relationship to construct measures. Social Skills on the JSAP correlated with the 
Interpersonal Relations and Work Habits/Attitudes subscales on the Becker. Although the Work 
Habits/Attitudes subscale does not directly reflect social ability, it does measure traits that seem 
to correspond to increased social interaction such as self-presentation and polite behavior. The  
Interpersonal Relations measure on the Becker directly aligns with what the JSAP Social Skills 
subscale intends to assess, namely social ability as it manifests in the workplace. Therefore, this 
strong correlation suggests that the JSAP adequately detects impairments in social skills in an 
employment setting.  Social Skills on the JSAP was also moderately correlated with the BRIEF 
Global Executive Functioning index. This was an unexpected relation. This finding is consistent 
with prior research that found a strong connection between Global Executive Function on the 
BRIEF and socialization/communication ability, particularly in youths with ASD (Gilotty, 
Kenworthy, Sirian, Black & Wagner, 2002). Additionally, no significant correlation was found 
between Social Skills and the Social Communication and Interaction subscale on the SRS-2. 
However, because this measure assesses several dimensions of social ability, such as social 
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awareness and motivation, it is possible that these constructs are not related to the social skills 
observed in the JSAP.  
 Lastly, results affirmed that Emotion Regulation on the JSAP was moderately associated 
with Behavior Regulation on the BRIEF and strongly associated with Repetitive Behaviors on 
the SRS-2. The first of these measures largely encompasses key areas of emotion regulation that 
the JSAP intends to evaluate, such as adverse reactions to transitioning, and the ability to inhibit 
inappropriate behaviors. Hence, a significant relationship between these two scales indicates that 
the JSAP adequately detects these behaviors as they occur outside of the assessment. Emotion 
Regulation scores were also tightly linked to Restricted and Repetitive Behaviors recorded on the 
SRS-2. This finding is consistent with one theory of repetitive behaviors that suggests they are 
indicative of high anxiety (Rodgers et al., 2012). Overall, these correlations are consistent with 
the suggestions that the JSAP validly evaluates a subject’s emotion regulation, social skills and 
organization skills as they manifest in a real employment setting. However, further investigation 
is needed to more strongly test the validity of the JSAP. 
Treatment Effects 
 One of the goals in developing the JSAP was to detect treatment effects for intervention 
programs that target employability skills. Preliminary results revealed that for the group that 
received the intervention, organizational skills and emotion regulation as assessed in the JSAP 
significantly improved while social skills did not show any significant improvement. In contrast, 
the non-treatment group demonstrated no significant improvement from Time 1 to Time 2 on any 
subscales in the JSAP. Such outcomes preliminary support that the JSAP may indeed be an 
effective tool for measuring treatment effects, as the assessment was capable of detecting 
changes in skills in a small sample of 11 participants. This finding, paired with the findings 
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regarding the assessment’s validity and reliability allude to the JSAP’s potential utility both in 
research and clinical settings.  
Future Directions and Limitations 
Results from analyses highlight several limitations of this study in examining the JSAP’s 
psychometric properties, leaving much room for measure development and further research. As 
was evident throughout the study, sample size was severely limiting in what could be achieved 
during preliminary analyses. Due to the size of our sample and the implementation of a treatment 
group, the results from test-retest reliability lacked clarity and basis for interpretation. In order to 
maximize test-retest reliability of the instrument, further evaluation of this component is 
necessary with a larger sample non-treatment group. In addition, with continued data collection 
and a larger sample, significant differences between assessment sets should be tested to ensure 
that they are equivalent and do not represent a confounding factor in our study. Likewise, more 
participants would allow us to conduct a factor analysis so that the factor structure of the 
assessment could be examined. Doing so would further aid in establishing validity of the 
instrument and would clarify if potential skill sets such as asking for help serve as separate 
factors.  
Although the JSAP was originally designed to assess youths with ASD, this instrument 
could be useful with other populations that experience similar deficits in the workplace. 
Particularly, young adults with ADHD have been shown to face similar challenges with social 
skills and executive functioning that may impact their employment ability (Brown, Reichel, & 
Quinlan, 2009; Biederman et al., 2006). Investigating the performance of these individuals on the 
JSAP may help to inform whether the context and presses created in the assessment could detect 
potential impairments in other clinical populations. As a whole, this preliminary study suggests a 
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promising future for the JSAP, both as an instrument for evaluating intervention effectiveness 
and as a clinical tool for targeting deficits with greater precision. With continued measure 
development and inquiry, the JSAP may be integrated into vocational research and clinics to 
support the participation of adolescents with high-functioning ASD in the competitive 
workforce.  
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Table 1 
Description of Presses in the JSAP  
 
Press within the JSAP  Description  
Supervisor Greeting Researcher instructs the participant to enter the assessment 
area to meet their supervisor. Behaviors are scored based on if 
and how they greet their supervisor  
 
Co-worker Greeting Co-worker enters the area of the participant, who is completing 
a task, and stands within 5 feet from them. Item is scored based 
on if/how the participant acknowledges or greets the co-worker 
 
Corrective Feedback 
from Supervisor 
Supervisor informs the participant that they are not completing 
the task correctly, and provides them with an instruction of 
what they need to do differently. Behaviors are scored based 
on how they verbally acknowledge the supervisor, if they 
demonstrate any signs of emotion dysregulation, and if they 
change their work routine accordingly 
  
Corrective Feedback 
from Co-worker 
Co-worker informs the participant that they are not completing 
the task correctly, and provides them with an instruction of 
what they need to do differently. Behaviors are scored based 
on how they verbally acknowledge the co-worker, if they 
demonstrate any signs of emotion dysregulation, and if they 
change their work routine accordingly  
 
Request for help with a 
missing supply 
The participant is instructed to complete a task, but there is a 
missing supply so that the participant cannot complete the 
given task adequately. Behaviors are scored based on if and 
how they request help regarding the missing supply.  
 
Request for help with 
an issue within the task 
Embedded within the task is an ambiguous issue that should 
merit a request for help. For example, if entering numerical 
from forms, one of the numbers might be missing or written 
differently than the other numbers. Behaviors are scored based 
on if and how they request help regarding the issue within the 
task. 
 
Request for help with 
an unclear instruction 
The supervisor or co-worker provides the participant with an 
instruction that is notably vague or unclear  
Social disruption Co-worker elicits a social disruption in the presence of the 
participant, such as a sneeze, knocking over the participant’s 
materials, or the setting off of an alarm. Behaviors are scored 
based on the social acknowledgement of the disruption and if 
there is any demonstration of emotion dysregulation  
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Interruption/Co-worker 
request 
Co-worker enters the participant’s space and requests their 
help that requires them to take a break in completing the task. 
For example, the co-worker make ask the participant to help 
them find a missing supply. Behaviors are scored based on 
how they verbally respond to the request, if they readily assist 
the co-worker, and if they demonstrate any emotion 
dysregulation  
 
Request to deliver 
message 
A co-worker/supervisor asks the participant to deliver a 
message to another co-worker that has left the room. Behaviors 
are scored based on how they verbally respond to the request 
and if they accurately deliver the message in a timely manner 
 
Responds to co-workers 
comments/initiation of 
conversation 
Co-worker initiates ‘small talk’ with the participant. Behaviors 
are scored based on how they verbally respond to the initiating 
comments 
 
Maintains 
conversation/interaction 
with co-worker 
Co-worker continues ‘small talk’ with the participant, asking 
them questions about school, winter break etc. Behaviors are 
scored based on if the participant demonstrates reciprocal 
conversation, if they discuss appropriate topics and if they are 
polite 
 
Press for compliment in 
conversation 
During the conversation, co-worker will provide a press for a 
compliment, by bringing up a recent achievement. For 
example, the co-worker may say that they just got promoted or 
that they just had a birthday. Behaviors are scored based on 
how the participant acknowledges this comment and if they 
provide a pleasantry in response such as “congratulations!” or 
“that’s great!”  
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Table 2 
Subscales and Items on the Job Skills Assessment Profile 
 
 
 
 
 
 
 
 
 
 
 
 
Social Skills Subscale 
 
Emotion Regulation 
Subscale 
 
Organization Subscale 
 
Other items 
 
Supervisor greeting Observed visible upset Organization strategy on 
paper task 
Changes routine in 
response to supervisor 
 
Co-worker greeting 
 
Handles constructive 
feedback from supervisor 
 
Organization Strategy on 
Computer Task 
 
Changes routine in 
response to co-worker 
 
Requests help regarding 
a missing supply 
 
Handles constructive 
feedback from co-worker 
 
Organization strategy on 
inventory task 
 
Returns to routine after 
being interrupted 
 
Requests help regarding 
an issue within the task 
 
Interruption response 
 
Task accuracy (paper) 
 
 
Requests help regarding 
unclear instruct 
 
Response to social 
disruption 
 
Task accuracy (computer) 
 
 
Response to social 
disruption 
 
Presence of abnormal 
behaviors 
 
Task accuracy (inventory) 
 
 
Delivers message 
  
Efficiency (paper) 
 
 
Responds to co-worker’s 
comments/initiation of 
conversation 
  
Efficiency (computer) 
 
 
Appropriately maintains 
conversation 
 Efficiency (inventory)  
 
Compliment/Pleasantry 
 
Interruption response 
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Table 3  
Item analysis for JSAP total items 
 
Item 
 
Corrected Item 
Total Correlation 
Cronbach’s Alpha 
if Item Deleted 
Organization strategy (paper) .61 .74 
 
Organization strategy (inventory) 
 
.76 
 
.73 
 
Organization strategy (computer) 
 
.22 
 
.76 
 
Time management (global) 
 
.54 
 
.74 
 
Task accuracy (paper)* 
 
-.12* 
 
.78* 
 
Task accuracy (inventory) 
 
.40 
 
.75 
 
Task accuracy (computer)* 
 
-.20* 
 
.78* 
 
Efficiency (paper) 
 
.40 
 
.75 
 
Efficiency (inventory) 
 
.32 
 
.76 
 
Efficiency (computer)* 
 
-.14* 
 
.78* 
 
Visible upset 
 
.38 
 
.75 
 
Corrective feedback (supervisor) 
 
.50 
 
.75 
 
Corrective feedback (co-worker) 
 
.33 
 
.75 
 
Social disruption 
 
.03 
 
.75 
 
Interruption response 
 
.41 
 
.75 
 
Abnormal behaviors 
 
.59 
 
.74 
 
Supervisor greeting* 
 
.00* 
 
.77* 
 
Co-worker greeting* 
 
-.25* 
 
.78* 
 
Request for help (missing supply) 
 
.32 
 
.76 
 
Request for help (issue within task) 
 
.32 
 
.76 
 
Request for help (unclear instruction) 
 
.26 
 
.76 
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Response to social disruption 
 
.03 
 
.77 
 
Delivers message 
 
.15 
 
.76 
 
Interruption response 
 
.41 
 
.75 
 
Conversation (comments & initiation) 
 
.42 
 
.75 
 
Conversation (maintains interaction) 
 
.57 
 
.74 
 
Conversation (compliment/pleasantry) 
 
.42 
 
.75 
 
Changes routine (corrective fb: supervisor) 
 
.18 
 
.76 
 
Change routine (corrective fb: co-worker) 
 
.3 
 
.75 
 
Returns to routine after interruption 
 
.24 
 
.76 
Note. *item excluded from subsequent analysis and corresponding values 
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Table 4 
Item analysis for JSAP Subscales 
 
Subscale items Corrected Item Total 
Correlation 
Cronbach’s Alpha if 
Item Deleted 
 
Organization  
  
 
Organization strategy (paper) 
 
.80 
 
.60 
 
Organization strategy (inventory) 
 
.77 
 
.61 
 
Organization strategy (computer) 
 
.39 
 
.69 
 
Time management (global) 
 
.68 
 
.63 
 
Task accuracy (paper)* 
 
-.11* 
 
.76* 
 
Task accuracy (inventory) 
 
.36 
 
.69 
 
Task accuracy (computer)* 
 
-.02* 
 
.76* 
 
Efficiency (paper) 
 
.56 
 
.66 
 
Efficiency (inventory) 
 
.55 
 
.67 
 
Efficiency (computer)* 
 
-.01* 
 
.75* 
 
Emotion Regulation 
 
  
Visible upset .55 .48 
 
Corrective feedback (supervisor) 
 
.75 
 
.61 
 
Corrective feedback (co-worker) 
 
.33 
 
.70 
 
Social disruption* 
 
-.07* 
 
.81* 
 
Interruption response 
 
.53 
 
.66 
 
Abnormal behaviors 
 
.78 
 
.57 
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Social Skills 
 
Supervisor greeting .32 .72 
 
Co-worker greeting* 
 
.18* 
 
.73* 
 
Request for help (missing supply)* 
 
.13* 
 
.74* 
 
Request for help (issue within task)* 
 
.27* 
 
.73* 
 
Request for help (unclear instruction)* 
 
.17* 
 
.75* 
 
Response to social disruption 
 
.39 
 
.70 
 
Delivers message 
 
.42 
 
.70 
 
Interruption response 
 
.34 
 
.71 
 
Conversation (comments & initiation) 
 
.75 
 
.68 
 
Conversation (maintains interaction) 
 
.66 
 
.66 
 
Conversation (compliment/pleasantry) 
 
.74 
 
.65 
Notes. *item excluded from subsequent analysis and corresponding values 
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Table 5 
Correlations among JSAP Subscales and Related Measures 
Notes.*p<.05 **p<.01 
 
 
 	   	  
 
Construct Measure 
 
Social Skills 
Emotion       
Regulation 
 
Organization 
 
BRIEF—Initiate  .23 .16 .56* 
BRIEF—Monitor  
BRIEF Behavior Regulation 
.32 
.42 
.24 
.48* 
.34 
.25 
BRIEF Global Exec. Func. .48* .34 .35 
SRS—Social Comm/Inter. .35 .49* .23 
SRS—Repetitive Behaviors .37 .70** .08 
Becker—Work Habits -.49* -.25 -.27 
Becker—Interp. Relations -.64** -.36 -.16 
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Appendix A 
 
 
 
Assessment Set 1  
Activities 
• Sorting hardware 
• Entering Receipts 
• Collating newsletters 
 
Materials & Staff 
 
Sorting Entering Receipts Collating 
Staff 
• Supervisor 
• Co-worker A 
 
Materials 
• Hardware sorting box 
with several rows of 
small drawers for 
different supplies 
(drawers should not 
have labels on them) 
• Plastic bin 
• Lots of hardware 
supplies (e.g., nuts, 
bolts, nails, washers, 
etc.) of varying sizes  
• Lock box 
• Pad and paper on shelf 
several feet away from 
student 
Staff 
• Supervisor 
• Co-worker B  
 
Materials 
• Stack of receipts 
(somewhat messy) from 
grocery store, restaurant, 
home-improvement store, 
Target, etc.  
• 4 receipts with totals 
rubbed out (2) or totals 
crossed off with a new 
total written(2) 
• Some receipts should 
have writing on them or 
phone numbers as 
distractors 
• Desktop or laptop 
• Excel document with table 
for receipt total entry 
(includes columns with 
date, store, and total) 
• Have a co-worker nearby 
also entering receipts or 
working on another 
computer based task 
within the same space 
Staff 
• Supervisor 
• Co-worker B  
• Co-worker A 
 
Materials 
• Sheets should be 
printed front and back 
• 40 sheets of page1 
• 40 sheets of page 2 
• 40 sheets of page 3 
• 40 sheets of page 4 
• 40 sheets of page 5 
• paper clips 
• 40 envelopes 
• Duplicate set for the 
co-worker 
• Pad and paper placed 
near student 
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Instructions for Administration: 
 
Task 1: Sorting (approx. 20 min) Start time:________ 
 
1. After consenting the student, the consenter will tell the student to enter the room that 
they will be working in where they will meet their supervisor.  
  
2. Supervisor should sit at a desk or table and wait for the student to enter and 
introduce self. If this does not happen after 1 minute, introduce yourself. “Hi, 
I’m_____. I’ll be your supervisor today. ” Wait 5 seconds for response.  
 
Was the student the first to greet?	  	  q yes	  qno 	  
 
If not, did the student respond appropriately to the greeting? q	  yes	  qno  How so? 
_________________________ 
  
Did the student introduce themselves? q	  yes	  qno  At what point in the dialogue did 
they introduce 
themselves?___________________________________________________________	  	  
Additional 
comments:_____________________________________________________________	  
 
(PRESS 7) Press for Help: Supervisor: “We have all these hardware materials that 
need to be sorted and organized into these drawers. We have 18 different types of 
hardware pieces and I want you to sort them by their specific piece.  Also, there is 
an important container of hardware that needs to be sorted in this box/cabinet. 
First do what is in this box/cabinet and then the other pieces.”	  	  
Look busy and work nearby, with back turned to student.  See if the student asks for 
help opening the locked box/cabinet. If the student complains that the box/cabinet is 
locked, or they can’t open, do not consider this a request for help and keep ignoring the 
student. Or turn and say “oh yeah it is locked.”  If/when they clearly ask for help (by 
making a direct request to supervisor for the key, or to open it etc.), apologize for not 
knowing the box/cabinet was locked, “I’m sorry; of course, you don’t have the 
combination…. I can help you with that.” Then unlock the box/cabinet for the 
student.  
 
 
Did the student make a clear request for help (not just talk about the problem)?  q	  yes	  
qno	  	  	  If so, how long did it take them?	  _____	  
 
Did the student use an appropriate overture to get the supervisor’s attention?q	  yes	  qno	  	  	  
What did they do? _____________________________________________________	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Additional comments:	  ___________________________________________________________________________________	  
 
(PRESS 1/PRESS 3) Response to greeting/Interruption (Co-worker A): Approximately 8 
minutes into the task, walk in and stand near the student. After 30 seconds, greet the 
student. Co-worker A should look preoccupied; either on a phone call or carrying 
several items in their hands.  
  
Co-worker A: “Hi. Wait 5 seconds for a response. “Can you get me a pen and a pad 
of paper from the supplies?” 
 
If student responds by attempting to locate the items allow them 10 seconds to do so 
without interruption.  
 
Did the student greet the co-worker upon entering the space?  q	  yes qno  Did the 
student greet the co-worker after the co-worker gave initial greeting? q	  yes qno  qn/a 
 
Did the student attempt to locate the items following the initial request? q	  yes qno 
 
If not, how did the student respond to the initial prompt? 
_____________________________________________	  
 
If student is clearly struggling or ignoring the request, co-worker should say “I really 
need you to get that for me” [with more firm and directive tone] – if still no response 
co-worker can obtain and then sit across from the student to continue work. 
 
Did the student properly respond to the 2nd prompt? q	  yes	  qno	  q	  n/a	  	  
Additional comments: 
______________________________________________________________________ 
 
Overall, did the student demonstrate frustration or emotional dysregulation in response 
to the request either during the first or second prompt? q	  yes	  qno  If so, how? 
 
3. (PRESS 8) Supervisor Correction: 3-4 minutes after Co-worker A enters, Supervisor 
will enter to provide a suggestion for a different way the student should complete the 
activity: ”Hi, (name).” [Supervisor’s tone of voice needs to indicate frustration or 
urgency] “I need you to do this differently…” Suggest a way of doing the task that 
changes the student’s current strategy. Options can be:  
  
a. “I would like you to sort the hardware so that the smaller pieces are 
in the higher rows and the larger pieces are in the lower rows.  
 
Did the student change their task strategy to meet the suggestion? q	  yes	  qno 
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Did the student demonstrate frustration or emotional dysregulation in response? q	  yes	  
qno  If so, how?	  
 
Additional comments: 
_____________________________________________________________________ 
 
*About what percent of the hardware did the student manage to sort?_______   
 
*Did they sort the hardware correctly? q	  yes	  qno If not, what errors did they make? 
___________________________ 
 
*What type of organization system did the student use for Task 1? 
___________________________________________ 
 
Task 2: Entering Receipts (approx. 20 min) Start time:______ 
 
1. Supervisor will transition the student to working on the next task. “Alright, thanks 
for doing that. We’re going to move to the next job now” (bring student to next 
work area). If the student is refusing to come to a stopping point, you may say: 
“That’s okay; you can stop working where you’re at.”  
 
(PRESS 6) Supervisor (unclear Instruction): should bring student to a computer. 
Introduce them to Co-worker B in the room and deliver the unclear instruction: “This is 
_____ and they help with our accounting department. Accounting keeps track of 
the money our employees spend. We have some receipts from some purchases 
we made and we need them entered (point to the screen). It is absolutely 
important to get all the information into the spreadsheet otherwise our employees 
will not get paid”  Begin to walk away, stay nearby but look busy by looking through 
other files, check-in with other employee.  
 
• If student asks for help, the excel document is under a folder labeled 
“accounting”. Show the student the file they should use and then provide 
them with an example of how to enter a receipt, “You take a receipt 
(show receipt), enter in the store, the date and then the total 
(demonstrate how to do so). I need you to finish this pile for me.”   
 
• If student starts working, let them continue working. However, if student 
appears to be stuck, or is just sitting at the desk not doing any work, after 
2 minutes approach student and say “Are you ok?” Then supervisor can 
show student where excel document is to help them get started.  
 
How did the student respond to the initial instructions given? 
_________________________________________ 
 
Did student ask for further clarification of instructions? q	  yes qno   If so, how long did it 
take them?___________	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Additional comments: 
_______________________________________________________________ 
 
 
Supervisor then leaves saying, “I have to go, but if you have any questions, you can 
ask [coworker B].”	  
 
2. (PRESS 5) Press for Help: Insure that the 10th receipt has a total rubbed out or 
illegible writing on it so that the student cannot determine what amount to enter. See 
if and how the student requests help. Make sure there are 2 additional illegible 
receipts within the stack. If student asks for help, coworker B can provide a 
demonstration of what to do. For receipts with the total rubbed out and illegible—add 
up the numbers on the receipt. For receipts with a new total written—record the new 
total, not the original. [Co-worker needs to be busy doing a job with back toward 
student. Ideal if co-worker is facing wall] 	  
Did the student make a direct request for help regarding both illegible receipts? q	  
yes	  qno	  If so, how long did it take them?	  	  
Did the student use an appropriate overture to get the coworker’s attention?q	  yes	  
qno	  	  	  What did they do?	  	  
Additional 
comments:_____________________________________________________________ 
 
3. (PRESS 10) Social disruption: After 7 minutes, Co-worker B should have a loud 
alarm on their phone go off, taking 7 seconds to turn it off. After turning it off Co-
worker B will say, “Oh jeez, I’m so sorry. I always forget to turn my phone on 
silent when I come into work.” 	  
Did the student appropriately respond to the alarm? q	  yes	  qno	  	  	  What did they 
do?_________________________ 
 
Did the student offer a pleasantry in response to the apology? q	  yes	  qno If so, what did 
they say?__________________ 
 
Did the student demonstrate rude behavior and/or emotional dysregulation in response? 
q	  yes	  qno  If so, how? _______ 	  
Additional 
comments:_____________________________________________________________ 
 
 
4. (PRESS 4) Co-worker (current event): 12-15 minutes after start, co-worker B should 
turn to the student and begin social chit-chat (e.g., a movie that recently premiered, 
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a popular news item, a recent or upcoming holiday, etc.).  
 
o Start with questions about the student (choose 2 or 3): 
§ “Are you in school?” 
§ “How is your semester going?” 
§ “Did you see the UNC game?” 
§ “What do you think about the weather?” 
§ “Seen any good movies?” 
§ “Are you doing anything fun for summer/spring/winter break?” 
 
o Once you get a response or if student answers some questions, offer 
information about yourself:  
§  “I’m a student at UNC but I work here.” 
§ “I really like working here.” 
 
o Finally, make sure to prompt for a compliment or pleasantry 
§ “I just got a promotion” 
§ “My sister just got engaged!”  
§ “My grandma gave me this shirt for my birthday.” 
 
Chat discontinue rules: 
  
§ If no response to bids for conversation or if student seems 
distressed/unable to engage in conversation, make attempts for up to 1 
minute then discontinue. “I’m sorry, I shouldn’t disturb you while 
you’re working. I’ll let you get back to your work.” 
 
§ If student engages in conversation, continue for up to 4 minutes then 
discontinue “Ok, well, I know you have more work to do so I’ll let 
you get back to what you were doing.” 
 
Check any of the following that the student engaged in during the conversation: q eye 
contact   
q reciprocal conversation  q enthusiasm q inappropriate discussion topics q signs of 
discomfort 
 
Did the student use any social niceties q	  yes	  qno	  	  If so, which ones? 
 
q	  compliment (e.g., congratulations):_________________	  	  qpleasantries (e.g., Thank 
you):__________________	  	  	  	  
How did the student respond to the prompt for a compliment? 
___________________________________________ 
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Did the student offer any of their own input to the conversation? q	  yes	  qno	  	  If so, how?  
 
Did the student make any attempts to discontinue the conversation? q	  yes	  qno	  	  If so, 
how?  
 
Did the student lose focus from working on their task? q	  yes	  qno 
 
Additional comments: 
___________________________________________________________________ 
 
*How many receipts did the student enter into excel? ____ 
 
*Were there any errors in the information that they entered?  q	  yes	  qno  If so, what?  
 
*What type of organization system did the student use for Task 2? 
___________________________________________ 
 
 
Task 3: Collating (approx. 20 min.) Start time:_____ 
 
1. Supervisor will transition the student to working on the next task. “Hi _____, that 
looks great. I have one more job I want you to work on today” (bring student to 
next work area). If the student is refusing to come to a stopping point, you may say: 
“That’s okay; you can stop working where you’re at.”  
 
2. Supervisor will give student and co-worker B instruction about the task “I need you 
to help us with these mailings. Paper clip page 1, 2, 3, and 4 together and then 
put them in an envelope like this (demonstrate).” Make sure you don’t 
demonstrate sealing the envelope. “We are trying to get these mailings out by 
the end of the day so I need this task done as soon as possible. If anyone 
needs me I’ll be (in the other room, next door, across the hall). Bring the 
stuffed envelopes to me when you’re finished.”  
 
Student and co-worker B should be working at 2 different tables with the same sets of 
materials.  
 
3. (PRESS 2) Request to find Co-worker: 5 minutes into the task co-worker B should 
excuse themselves and head to the bathroom. Have Co-worker A come in and stand 
near the student’s work area. If no response greet the student.  
 
“Hi, (introduce self if unfamiliar person – “I’m _________”).  I’m looking for (co-
worker B).” 
 
Wait 5 seconds for a response from student.  
 
“I need to give them a message. Can you please tell them to call Eric at 919-966-
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5156?” Then leave the room. Co-worker B should return to the room and continue 
working. 
 
Did the student respond to the initial greeting? q	  yes	  qno  If so, how? 
  
Did the student write down the message?q	  yes	  qno   
 
How did the student respond to the comment “I’m looking for (co-worker B)”? 
________________________________ 
 
How did the student deliver the message to Co-worker B? 
_________________________________ How long did it take them to do so after the 
co-worker returned to the room? ______ 
 
Additional comments: 
_____________________________________________________________________ 
 
4. (PRESS 9) Correction by co-worker: 5 minutes after returning to the room, Co-
worker B should look at student’s work and inform them that they are supposed to 
do the opposite of what they have done with regard to sealing the envelopes. For 
example, if the student is sealing the envelopes say:  
 
a. [Used an urgent tone of voice] “Oh no, you’re not supposed to seal the 
envelopes because (supervisor) likes to check our work (look slightly 
concerned).  It’s ok, just don’t seal anymore.” 
 OR 
b. [Used an urgent tone of voice] “Oh no, you’re supposed to seal the 
envelopes because (supervisor) likes to send these out right away. It’s 
ok, just start sealing them now.”  
 
Go back to stuffing envelopes. If/when student is finished and they seem uncertain 
about what to do next, inform them they should bring their work to the supervisor.   
 
Which correction did co-worker B use?	  q	  a.	  q	  b. q	  Another 
option:_________________________________________	  	  
Did the student comply with co-worker B’s correction?	  q	  yes	  qno   
 
Did the student demonstrate frustration or emotional dysregulation in response? q	  yes	  
qno  If so, how? 
 
Additional comments: 
______________________________________________________________________ 
 
*How many envelopes did the student fill in the time allotted? _____ 
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*Did the student fill the envelopes correctly? q	  yes	  qno  If no, what mistakes did they 
make?  	  
*What type of organization system did the student use for Task 3? 
___________________________________________ 	  
At end supervisor should say: “Okay time is up. Thank you so much for helping us 
out today. We’ve been really busy this week so we really appreciate it.”  See if 
student uses social nicety (good-bye, thank you, you’re welcome) 
 
Does the student respond with a pleasantry after being thanked?  q	  yes	  qno   
 
Does the student acknowledge the ending by saying good-bye?	  q	  yes	  qno  	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Appendix B 
 
 
Scoring Rubric for Overall Quality Ratings on the JSAP 
 
Organization Strategy (Paper Task) 
2 Doesn’t use any type of organization system to complete the task and product is 
presented in a disorderly manner.  
1 Uses a vague/sporadic organization system OR product is presented in a disorderly 
manner regardless of organization system.  
0 Uses an organization system throughout the entire task and product is presented in 
an orderly manner. 
 
 
Organization Strategy (Computer Task) 
2 Doesn’t use any type of organization system to complete the task and product is 
presented in a disorderly manner.  
1 Uses a vague/sporadic organization system OR product is presented in a disorderly 
manner regardless of organization system.  
0 
 
Uses an organization system throughout the entire task and product is presented in 
an orderly manner.  
 
Organization Strategy (Inventory Task) 
2 Doesn’t use any type of organization system to complete the task and product is 
presented in a disorderly manner.  
1 Uses a vague/sporadic organization system OR product is presented in a disorderly 
manner regardless of organization system.  
0 
 
Uses an organization system throughout the entire task and product is presented in 
an orderly manner.  
 
Visible Upset 
5 Demonstrates one or more episodes of strikingly severe emotion dysregulation—
characterized by physical aggression, yelling, cursing or refusal to continue working on 
a given task 
4 Two or more occurrences of moderate to severe emotion dysregulation (often 
expressed through rude verbal comments, raised tone of voice, or noticeable 
physiological response that interferes with their ability to complete a given task) 
3 
 
2 
 
 
1 
 
 
0 
One occurrence of moderate to severe emotion dysregulation and one or more 
occurrence of mild emotion dysregulation 
Two or more occurrences of mild emotion dysregulation (often expressed through rude 
facial expression, non-verbal signs of annoyance, rude vocal tone or subtle 
physiological response)  
One occurrence of mild emotion dysregulation (often expressed through rude facial 
expression, non-verbal signs of annoyance, rude vocal tone or subtle physiological 
response) 
No demonstration of emotion dysregulation at any point during the assessment 
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Supervisor Greeting 
2 Doesn’t initiate a greeting to the supervisor. When supervisor greets, doesn’t provide 
an appropriate verbal response OR provides no response at all 
1 Doesn’t initiate a greeting with the supervisor. When supervisor greets, provides an 
appropriate verbal response OR Initiates a greeting with the supervisor  but uses an 
inappropriate social overture/verbal response  
0 
 
Initiates a greeting with the supervisor using an appropriate social overture 
 
Co-Worker Greeting 
2 No acknowledgement of co-worker entering space and ignores co-worker’s social 
overture 
1 No acknowledgement of co-worker entering space/initiation of greeting but uses with 
an appropriate verbal response after co-worker initiates greeting OR acknowledges 
co-worker entering space with an inappropriate social overture 
0 Initiates a greeting with a co-worker entering the space either with an appropriate 
verbal response OR responds with a clear and polite physical gesture (eye contact 
and smile), then following the greeting with an appropriate verbal response  
 
Time Management (Global) 
 Note: Engaging in relaxation or stress reducing activities should not be counted as a break/pause from 
work 
2 Takes multiple breaks from working (longer than 30 seconds)  
1 Takes multiple breaks from working (between 10-30 seconds) OR takes 1-2 breaks 
from working (longer than 30 seconds) 
0 
 
Works continuously without excessive pauses or breaks  
Task Accuracy (Paper Task) 
Note: Task accuracy may look different from task to task depending on the opportunity for error 
2 Several errors exist in the product of the task (the same error occurring for each 
repetition counts as one error)  
1 A few errors exist in the product of the task OR the same error occurs in multiple 
repetitions of the product  
0 A minor error exists in the product of the task 
 
Task Accuracy (Computer Task) 
Note: Task accuracy may look different from task to task depending on the opportunity for error 
2 Several errors exist in the product of the task (the same error occurring for each 
repetition counts as one error)  
1 A few errors exist in the product of the task OR the same error occurs in multiple 
repetitions of the product  
0 A minor error exists in the product of the task 
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Task Accuracy (Inventory Task)  
Note: Task accuracy may look different from task to task depending on the opportunity for error 
2 Several errors exist in the product of the task (the same error occurring for each 
repetition counts as one error)  
1 A few errors exist in the product of the task OR the same error occurs in multiple 
repetitions of the product  
0 A minor error exists in the product of the task 
 
Changes routine in response to supervisor 
2 Ignores request to change routine and continues to use previous work routine 
1 Only partially follows request to change routine OR continues with previous routine 
than eventually switches to new routine OR begins new routine then eventually reverts 
to previous routine. 
0 Immediately switches to new routine and maintains new routine throughout the task 
 
Changes routine in response to co-worker (same as above) : 
 
Uses constructive Feedback/Coping Routine with Supervisor 
2 Expresses a rude/offensive verbal response OR excessive rude/offensive behavior 
1 Demonstrates inappropriate body language/behavior OR expresses an inappropriate 
verbal response 
0 Remains calm, responding with an appropriate verbal response 
 
Uses constructive Feedback/Coping Routine with Co-worker 
2 Expresses a rude/offensive verbal response OR excessive rude/offensive behavior 
1 Demonstrates inappropriate body language/behavior OR expresses an 
inappropriate verbal response 
0 Remains calm, responding with an appropriate verbal response 
 
Uses request for help routine (with missing supplies) 
2 Does not request help at all 
1 Presents an overture about the problem but does not use a help routine OR uses help 
routine after an excessive amount of time OR asks for help in an inappropriate manner 
0 Uses a request for help routine shortly after discovering the missing supply 
  
Uses request for help routine (issue within the task) 
2 Does not request help at all 
1 Presents an overture about the problem but does not use a help routine OR uses help 
routine after an excessive amount of time OR asks for help in an inappropriate manner 
0 Uses a request for help routine shortly after discovering the issue within the task 
  	  
Uses request for help routine (unclear instruction) 
2 Does not request help at all 
1 Presents an overture about the problem but does not use a help routine OR uses 
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help routine after an excessive amount of time OR asks for help in an inappropriate 
manner 
0 Uses a request for help routine shortly after discovering the issue within the task 
 
 
Uses social nicety routine in response to social disruption 
2             Does not verbally/physically respond to Co-worker’s apology 
1 Acknowledges Co-worker apology with a verbal response that is inappropriate OR 
acknowledges co-worker apology with physical gesture 
0             Responds to apology with an appropriate verbal pleasantry 
 
Returns to routine after interruption 
2 Takes longer than 30 seconds to return to the task using previous organization routine 
1 Takes longer than 5 seconds to return to the task using previous organization routine 
0 Returns to the task immediately using previous organization routine 
  
Responds to supervisor/Co-worker’s request to deliver message 
2 Does not respond appropriately to co-worker’s request and does not accurately deliver 
the message to the other co-worker 
1 Responds appropriately to co-worker’s request but does not accurately deliver the 
message to the other co-worker OR poorly responds to co-worker’s request but 
accurately delivers the message to the other co-worker 
0 Appropriately responds to the co-worker’s request and accurately delivers the 
message to the other co-worker 
  
Responds to supervisor/Co-worker’s request to find/borrow an object (Interruption response) 
2 Does not respond appropriately to the co-worker’s request and does not promptly 
assist them in finding the object  
1 Responds appropriately to co-worker’s request but does not promptly assist them in 
finding the object OR does not respond appropriately to the co-worker’s request but 
promptly assists them in finding the object 
0 Responds appropriately to co-worker’s request and promptly assists them in finding 
the object 
 
Responds to co-worker’s comments and initiation of conversation 
2 Does not demonstrate any verbal response to the co-worker’s comments/initiation of 
conversation OR responds with an offensive verbal response 
1 Verbally responds to co-worker’s comments/initiation of conversation but verbal 
response may be inappropriate or impolite 
0 Provides appropriate verbal response to co-worker’s comments/initiation of 
conversation  
 
Maintains conversation/interaction with co-worker 
2 Uses 1-2 word responses using a rude tone OR responds to comments using a 
rude/offensive verbal response 
1 Uses short responses and doesn’t demonstrate reciprocation in conversation OR 
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discusses inappropriate topics for the workplace during conversation 
0 Uses appropriate responses and demonstrates reciprocation in conversation  
 
Responds to press in conversation with compliment/pleasantry 
2 Does not offer any compliment/pleasantry in response to press 
1 Verbally responds with a 1-2 word compliment/pleasantry but lacking any interest or 
enthusiasm 
0 Verbally responds with an appropriate compliment/pleasantry accompanied by 
interest or enthusiasm  
 
Presence of abnormal behaviors 
2 Pervasive abnormal behaviors that affect job performance or are disruptive 
1 Pervasive abnormal behaviors that don’t affect job performance and aren’t disruptive 
0 
 
 
 
No pervasive abnormal behaviors 
 
 
 	  
 
 
Efficiency (Paper Task) 
2 The individual completes less than half the work that is averagely completed by 
adolescents with typical development  
1 The individual completes 80% or less of the work that is averagely completed by 
adolescents with typical development  
0 
 
The individual completes more than 80% of the work that is averagely completed by 
adolescents with typical development  
 
Efficiency (Computer Task) 
2 The individual completes less than half the work that is averagely completed by 
adolescents with typical development  
1 The individual completes 80% or less of the work that is averagely completed by 
adolescents with typical development  
0 
 
The individual completes more than 80% of the work that is averagely completed by 
adolescents with typical development  
 
Efficiency (Inventory Task)  
2 The individual completes less than half the work that is averagely completed by 
adolescents with typical development  
1 The individual completes 80% or less of the work that is averagely completed by 
adolescents with typical development  
0 
 
The individual completes more than 80% of the work that is averagely completed by 
adolescents with typical development  
 
